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ABSTRACT 

The Small and Medium Scale of Enterprises (SMEs) is being very unpredictable in nature takes high quantity 
of risk. It is consequently it’s very important for them to address the indecision through reliable and loyal employment 
strength which be capable of shoulder them in good and bad times. The Human Resource has the face up to of attracting 
aptitude on role dimension and subsequently retaining that talent labor force organization. 

The Small and Medium Scale Enterprises (SMEs) have, intended for long, been well thought-out to be key 
Dramatis personae in the sustainable growth of in cooperation the developed nations, and the increasing trade and 
industry of third world countries, outstanding to their payment to each and every one aspects of the experience. 

The research on the relation flanked by human resources management (HRM and the company presentation 
were more often than not carried away from home in big companies. The consequences of the investigations give you an 
idea about that Human Resource Management strength has a physically powerful positive consequence upon the 
production, the modernization capacity and small company’s productivity. These papers suggest specialized approach in 
the direction of various magnitude of human resource management in the brightness of various constraints the small 
and medium enterprises. 
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INTRODUCTION 

The troubles of small enterprises - relations become an intriguing thing and subject to technical debates, 
for political affairs and designed for social society, as far at the same time as the options for the economic guiding 
principle are concerned. This is outstanding to the increasing possessions that smaller enterprises are calculated, 
and to their responsibility in the taken as a whole economic method. 

The industrial observable fact manifest in Romania a series of specific facial manifestation, due to the 
momentous, geographic, trade and industry, social and educational conditions during which its surface. At present, 
in Romania there is a unanimously conventional fact that the little and medium-sized enterprise (SMEs) represent a 
key subdivision for trade and industry growth. The examination of the SME's development subsequent to the year 
1989 reveal with the intention of they constitute a significant factor for the incorporation of the empty workforce 
otherwise, for the labor force that had been laid off, and also a supple vector in the reworked copy of the 
manufacture of goods and armed forces to the quantity and construction of the demand resting on the marketplace. 
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The data is provided by the countrywide information institution and by the White Book of SMEs consequences 
that by the elevation of present in Romania there be in the region of 515,000 SMEs. Imperative indicators which 
characterize SMEs’ expansion are the proportion of the labor force hired within this domain, compare with supplementary 
domains, and an indicator which has the assessment of in the region of 78%. The control of a companionship is also 
reflected in the number of companionship human resources. The consolidation of this sphere of influence as far away as 
the in a meeting human resources are worried, due to the twelve-month growth of human resources, also made to order the 
average numeral of human resources per SME, at present reaching the quantity of 5 human resources per endeavor. The 
Small Medium Enterprises (SMEs) reached an overpowering proportion in the total company in our state, in the 
assessment of the Human Resources Management in these companies. 

To show the way a winning association means to recognize, retain and activate the sufficient human resources. 
The change of occurring for the duration of the demographic in addition to the financial organization of the Western 
company, such as greater than before role of knowledge, the aging of the labor force in addition to the diminishing 
entrance stream of the new labor force makes a payment to a higher augment in the obtainable human resources 
organization role. 

REVIEW LITERATURE OF HYPOTHESES 

Based on Resources, View the High Performance of Work Systems (HPWS) 

A source is whatever thing which possibly will be contemplation of as a potency or weak point of a specified firm, 
whose concrete possessions which be tied to some extent temporarily to the solid. In this type of explanation and claim, the 
firm possessions consist of “capabilities, all assets, firm attributes, information, management processes and information, 
etc. The controlled by firms that enable the firm to a picture of and implement strategies that improve its efficiency and 
effectiveness. The source based view (RBV) of the solid focal point on the center resources of the firm as the major 
determinant of ready for achievement, success seeing that opposed in the direction of the ecological models of ready for 
action improvement. These models are following the postulation that firms surrounded by a manufacturing are 
indistinguishable in stipulations of calculated resources they acquire and with the purpose of they barely take become 
aware of whichever characteristic firm attribute. However, the source based view of the compact assumes that firms belong 
to an industry if not a group possibly will be varied in the stipulations of the possessions they control, in addition to these 
firm possessions are well thought-out to subsist imperfectly transportable and characteristic in the environment. 

The RBV has predisposed the (SHRM) Strategic Human Resource Management field as the function of human 
resources has tried to provide evidence its status in addition to value in the direction of the firm. In accord to the RBV, 
possessions can make available sustainable ready for action compensation to a firm as elongated as these possessions to be 
valuable, rare, non-substitutable and imperfectly imitable. Due the direction of greater than before importance on the RBV 
in the writing of policy. Human Resource policy has been able to legitimize its location that a firm’s human being 
resources is purposefully critical to its achievement. 

After this assumption, a query has arisen seeing that on the way on the road to whether it is the firm’s human 
being possessions or the Human Resource practices that encompass more probable to be alive a source of sustainable ready 
for action an improvement. The firm of human resources prepared with their skills and inspiration, in the human resource 
apparatus used to administer the firm’s human possessions, can make available sustainable ready for action benefit to a 
firm by means of increasing and at the bottom of unique, integrated and synergistic Human being resource practice through 
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which firm can enhance member of staffs obligation of skills and efficiency. 

High Performance Work Systems (HPWS) and Organizational Performance 

High Performance Work Systems (HPWS) are defined as a grouping of those Human Resource practices, it can 
smooth the progress of a member of staff association in skills their improvement and stronger inspiration. Furthermore, 
they are significant since they get better the plane of conviction in the place of work, further employees’ built-in level of 
inspiration and move up ‘managerial commitment’. 

• The member of staff skills their category include Human Resource practice such seeing that discriminating 
employment, wide-ranging guidance of training, ready for action recompense and internal benefits of promotions, 
which are calculated to pull towards you highly skilled applicant with better-quality understanding, skills, and 
abilities. 

• The member of staff inspiration grouping comprises Human Resource practices such as presentation conditional 
pay in addition to results leaning appraisal with the intention of is created to elicit advanced levels of employment 
inspiration. 

• The member of staff empowerment grouping refers to Human Resource practices such at the same time as 
employee contributions, formal complaint declaration systems and cooperative effort design that are intended and 
implement to enable employees to put across their opinions and perception, by this means of empower to 
construct decisions which show the way to higher member of staff flexibility in addition to efficiency. 


Table 1: Definitions of the Variables in the Study and Practices 



Definition 

A) Variables 


High Performance Work 
System 

The scope of accomplishment of high presentation 
practice: cautious collection, prescribed presentation 
assessment, presentation associated pay, group 
incentive multi-skilling, job regular change, excellence 
circle, team operational and revelation of in sequence. 

Productivity 

Relation of sale to quantity of human resources 

Labour turnover 

Percentage of human resources who contain of your 
own free will absent the firm for the duration of the 
earlier year. 

Profitability 

The ratio of disgusting proceeds to permanent assets 

Capital intensity 

Relation of permanent assets to figure of human 
resources 

Trade union presence 

Dummy: 0 = No amalgamation attendance (no 
amalgamation members in the middle of human 
resources or, if in attendance are, the amalgamation is 
not documented for collective bargain purpose.); 1 = 

The Union attendance (there be union member and the 
amalgamation is documented for communal bargaining 
purpose) 

Age of firm 

l=less than the 10 years; 4=more than 60 years 

Firm size 

Logarithm of the number of human resource 
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B. The Practices forming a High 
Performance Work System 


Suspicious selection 

The use of individuality/ approach and/or presentation 
/ capability tests. 

Formal presentation appraisal 

Percentage of non decision-making staff who 
encompass their presentation officially appraised 

Performance relatad pay 

Dummy: 0 = the disburse of non-managerial staff not 
linked to presentation evaluation; 1 = the disburse of 
non-managerial employees is connected to 
presentation appraisal 

Collection incentive 

Percentage of non-managerial employees who have 
received profit connected pay for the duration of the 
past year. 

Multi-skilling 

Percentage of the largest work-related group officially 
trained to do jobs dissimilar to their own. 

Job rotary motion 

Percentage of the largest work-related group in the 
firm who, at least on one occasion a week, actually 
accomplish job different to their own. 

Value circles 

Percentage of non-managerial staff caught up in 
excellence circles. 

Team working 

Percentage of the principal job-related group in the 
compact who work in self-governing teams 

Disclosure of in succession 

Human Resources are informed on the subject of the 
asset plans of the solid and/or its monetary position 
and/or its recruitment plans. 


PERFORMANCE OF HIS PRESENT’S IN HIGH WORK ORGANIZATION AS BEING 
COMPLETED UP OF SEVEN FACTORS 

• The employee’s safety: It’s well thought-out to be an essential factor in ensuring employees’ attachment. If the 
human resources are not afraid with the intention of their motivation lose their job, they enthusiastically make a 
payment to the increase of efficiency. When the human resources are aware of safe they are able on the road to 
think and on the way to act in the midst of a long term way of thinking work. 

• The selected service of employee. Those accountable for employment encompass to be legally responsible in the 
direction of employing the accurate persons at the accurate place. The supporters of competence-based employ are 
strictly associated with the occupation supplies. Only by means of such employees one knows how to get hold of 
the success of the organization in the marketplace; 

• Self-leading team and devolution of decision manufacture. The conventional administration has to be replaced 
with the authorization of a significant strength labor to recognize household tasks in family member to the 
company’s performance. The human resource determinations easily comprehend how their work affects others’ 
employment. 

• The recompense in family member to the presentation: Profit can be breathing also obtained based on high 
salaries if accurate methods are used- proportion out of earn, privileged shares, award of high requirement. When 
the human resources are rightfully award they are predictable to be faithful; 

• Employee training: The permanent human resources are suppler and more ready to acknowledge change, to 
forecast problems and to make your intelligence up them, to take for granted their responsibility for quality 
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products or services; 

• Reduction of position difference. To generate a more equivalent job encourages setting up and about of 
announcement channels. The human resources get the emotion of the widespread plan. 

• Share of in sequence. This leads in the direction of the increase of employees’ confidence and attachment towards 
the company. Thus, the human resources are able to comprehend and to become aware of the various target 
priorities with the intention of their plan. 

We Consider That at Small Medium Enterprises Level Imperative Detailed Factors Get in the Way, Extra Factors 
on Top of Which The Company’s Presentation Depends, as Follows 

• Flexibility: The multi-qualified labour strength, talented to make your mind up much type of tasks and to 
professionally work by the side of different levels. 

• Employee’s approach towards the stakeholders. The probability with the intention of these ones get directly 
hooked on making contact with in particular with the beneficiary-client of the product otherwise service is a large 
amount advanced; the company’s staff is in a straight line close up to the company’s representatives. 

• Association in equipping decisions of a maximum part of the employee: this lead to a better announcement and in 
the direction of an easier receipt of household tasks to be fulfilled. 

• Industrialist. Training stage, his state of mind and hallucination upon the production the determination for growth, 
the skills, and the competences be trained fundamentals. 

• Application to consulting services designed for particular troubles. A number of fields are in addition complex 
and in addition particular, the time expenditure and power to cover them are too far above the ground and the 
successful solution is to application to consult. 

CONCLUSIONS 

The consequences of the investigation to indicate that the important senior organization publicly articulates and in 
public announce moderately numerous of their HPWS, which they maintain to accomplish within their core assessment 
statement. In the middle of the HPWS substance, employee independence, contribution and in sequence allocation, quality 
development and collaboration intend as well as a member of staff growth, suppleness and presentation based reimburse 
and result-oriented appraisal is uttered as the most recurrent items surrounded by the managerial value statement. 

Seeing that aptitude management be a very well-liked Human Resource put into practice in today’s organization, 
it be not surprising with the intention of the company use such standards in organizing to develop and keep hold of the 
aptitude they could do with for achieve their far above the ground presentation strategy. It is also to be attention-grabbing 
to find away from home that solution words of HPWS, namely, contribution and self-sufficiency are emphasized in the 
managerial value statement. This is in particular crucial for the magnetism and retention of information workers who put 
supplementary importance on their human being goals at the same time as well as job ambitions than the organization’s 
goal. 

They determination be alive more paying attention to organizations and job which make available them by means 
of tasks they come across carrying great weight as well the same as providing them with self-sufficiency and proposal 
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captivating opening are as long as them with the opportunity to build up their academic capital in addition to engross them 
in administrative processes on the subject of strategic and in commission outcomes. Though the learning has disturbed a 
small quantity of organization which does not enable us in the direction of generalize the findings, this may support the 
acknowledged wisdom with the purpose of the top government of these organizations unmistakably announce the 
viewpoint of a results-driven association which focus on human being goal achievement. In adding together, the supports 
for employees in the direction of take the initiative and make a payment in the decision-making development and to 
communicate their opinions and perception seem to be embraced by top administration. From these aspects, these samples 
of organization seem to bear a resemblance to the market and adhocracy culture. 

REFERENCES 

1. Ahmed S. A.(2006), the role ofSMEs in developing economy, Abuja, Omotayo and co. ltd. allbusiness.com, (2010) 

2. Ajiebefun, l.A. and Daramola, A.G.(2003).Efficiency of Microenterprises in the Nigerian Economy. AERC Research Paper 
134, Nairobi,Kenya. 

3. Anbu Ranjith Kumar, Balasubramanian.S, Empirical Analysis of Human Resource Management Practices In It Sector, Volume 
5, Issue 6, June (2014), pp. 01-9, International Journal of Management. 

4. Balasubarmanya, M.H., India"s Small Industry- Policy in the 90s, Waning Publication, The Indian Economy Journal, Vol. 47 

( 2000 ). 

5. Bamisile A. S. (2006), Developing a long term sustainable Microfinance sector in Nigeria: the way forward. A paper 
presented at Small Enterprises Educational and promotion Network Annual General Meeting, Washington DC, 23rd - 27th 
October, 2006. 

6. Brush, C.G, And Hisrich, R.D. (2000) Women-Owned Business: An exploratory study comparing factors affecting 
performance. Available at www.riseb.org7finalbrysh.Pdf. Retrieved October, 2010. 

7. Carter, N.M, Williams and Reynolds, P.D (1997) Discontinuance among new firms in retail: the influence of initial 
resources strategy and gender. Journal of Business Venturing. 12 (2)Pp 125-145 

8. Dr. Govind Dave and Kirti Makwana, A Study on Assessing Expatriate’s Challenges during an International Assignment: 
International Human Resource Management Perspective. International Journal of Marketing and Human Resource 
Management, 7(2), 2016, pp. 23-35 

9. Fabayo, J.A. (2009) Small and Medium Enterprises development strategy: A critical Option for sustainable Long -Term 
Economic Development in Nigeria. A paper presented at the first Annual International Conference on: Effective Management 
of Small and Medium scale Enteiprises for sustainable Economic Development held at Abraham Adesanya Polytechnic, Ijebu- 
Ode held from 25-27 August. 

10. Fischer, E.M, Reuber, A.R, and Dyke, L.S (1993) A theoretical Overview of the extension of research on Sex, Gender and 
Entrepreneurship. Journal of Business Venturing.8 (2) Ppl51-168 

11. Hardesty. M, Ending a price promotion i: Retracting it in one step or phasing it out gradually Journal of Marketing, Vol 74, Jan 
2010, pp49-64. 

12. Hassan O. (2003), The contribution of various Schemes to the growth ofSMEs in Nigeria, Abuja, Habib nig. Ltd. 

13. K. Vijaya Sekliar Reddy, B. Rajesh, P. Bindu Madhavi, "Application Knowledge Management Based Utilization of Conceptual 
Foundation ", International Journal of Pure and Applied Researches, Vol. 3, Issue 1. 2016. (ISSN: 2455-474X, Google Scholar 
Indexed) 


Impact Factor (JCC): 6.8765 


NAAS Rating: 3.11 



The Best Impact of Small Medium Enterprises in Scale Industries - An Over View 35 

14. K. Vijaya Sekhar Reddy, P. Navya and B. Rajesh, “Evolution And Development Of Human Resource Management In Data 
Mining - A Over View’’, International Conference on Applications of Soft Computing Techniques in Engineering and 
Technology, Hyderabad, Telangana, India, 25 -27 Oct. 2016. 

15. Kothari, C.R., Research Methodology, Methods and Techniques, Wiley Eastern Limited, New Delhi (2000). 

16. Makkar, Uravshi and others, Marketing Support System for Small Scale Industries: Will it be able to withstand the impact of 
Globalization (With reference to NSIC) 2004. 

17. Mathirakan, M. H., Bala Subrahmanya, M. and Balachandara, Research and Development in Small industry in Karnatka 
Economic and Political Weekly (September). 

18. Nigerian Institute of Management study Pack, (2010)- Small Scale Business. Ogwumike F. O. (1995), The effect of Micro level 
government policies in rural development and poverty alleviation in Nigeria, Social Science Journal, University of Ibadan, 
Vol. 3, p.ll, Ibadan-Nigeria. 

19. Olagunju Y. A. (2004), Entrepreneurship and Small Scale Business Enterprises Development in Nigeria, Ibadan, 
University press pic. 

20. Ramaswamy, K.V., Small scale manufacturing industry: some aspect s of size, growth and structure, Economic and political 
weekly, (Feb. 1994). 

21. Sarangdharan N and Sunanda V.s.,” Effectiveness of marketing system-A Study of the ayurvedic health tourism” South 
Asian Journal of socoio poltical study(SAJOSPS), Volx,July(2009)ppl27-133 

22. Singh, M.P., Ravi Kiran, R. Ahuja, R. Rattan and U.B. Pawar (1997), Industrial, Technology and Productivity in Indian 
Industry, Vol. 44, No. 2 ”. 

23. Sitterly, CJ2001) More Women Succeed as Business Owners. Sitcom. Inc. Available at Sit.com.com/women/succeed.htm. 
retrieved-september, 2010 

24. Wallace, J.E. (1995), “Organizational and professional commitment in professional and non-professional organizations”, 
Administrative Science Quarterly, Vol. 40, pp. 228-55. 


www.tjprc.ors 


editor@tjprc. org 




